Abstract
Introduction
Every organization needs to pay attention to the importance of organizational culture because of this achieve overall organizational success. So, it should be considered why the organizational culture needs to be developed, or not, by every organization. When organizations try to manage change throughout their organizations, organizational culture is very important. This change not only changes the process and structure in the organization but also includes the culture within the organization (Mohant & Rath, 2012) . Many researchers stated from the results of their research that organizations that have a good and strong
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organizational culture are very effective and achieve their targets of success compared to those who have a weak organizational culture (Cameron & Freeman, 1991; Deal & Kennedy, 1983) . According to Schein, (2010) , culture is something that is abstraction, but cultural strength can be created if the organization is aware of it. Our lives is always surrounded by the dynamic phenomenon of culture. It is constantly enforced and created by our interactions with others, and continuously shaped by leader behavior as well as structures, routines, rules, and norms. Schein (2010) further said that organizations need to understand what is good for their organizations. When an organization is able to understand its culture well, the organization can understand itself better.
Organizational culture is a system of meanings, values and beliefs that are included in the organization which are references to actions and distinguish one organization from another. According to Hofstede, (2008) organizational culture can be defined as collective programming of thoughts that distinguish members from one organization from another. There are seven cultural dimensions (power distance, individualism versus collectivism, masculinity versus femininity, uncertainty versus certainty avoidance, long-term versus shortterm orientation, indulgence against restraint, and monumentalism versus self-avoidance) in the corporate character of this book (Akopova & Przhedetskaya, 2016; Sultanova & Chechina, 2016) .
Organizational behavior as a discipline tries to explain human behavior, reasons for various types of behavior, advantages and disadvantages. As a behavioral discipline, organizational behavior is faced with phenomena that affect the work of individuals, teams, and groups in organizations, including motivation. The aim is to increase the effectiveness and efficiency of the organization by using the most important production factor, namely human factors. Organizational culture in a certain way defines employee behavior, attitudes, and values. Creating an adequate organizational culture where success, teamwork, creativity, loyalty, communication, and other values are important is half the way to organizational success. Every employee must be interested in achieving organizational goals because it helps in achieving personal goals that produce overall satisfaction (Veličkovska, 2017).
Organizational commitment is needed for all its employees, this is inseparable from how the existing organizational culture. According to Luthans, (2006) organizational commitment is an attitude that reflects employee loyalty to the organization. It is also an ongoing process where members convey their concerns to the organization, success and continuous progress as well. Commitment to the organization can be reflected in the implementation of duties and functions in the implementation of the organization's daily program. One form of implementation of commitment to the organization is the treatment of time in the form of attendance at the work site in order to provide excellent service including participation in committees in institutional activities and other related activities (Khalik, Hardhienata, & Sunaryo, 2016) .
Literature Review Organizational Culture
Organizational culture is always considered an important topic and is never out of date. Organizational culture arises from each employee whose interactions create rituals, common language, and ultimately a behavior code is created to be able to help or hinder the organization's goals (Aly, Badawy, Kamel, & Hussein, 2016) . Organizational culture consists of a set of values, beliefs, customs, principles and ways of thinking possessed by their members, dimensions, components, and several variables for organizational culture are presented in research variables and indicators of organizational culture in two dimensions and structural behavior is studied (Markoczylivia & Xin, 2004 ).
According to Aldrin & Yunanto (2019) , culture is defined when a group of people who live in the same environment have the same attitudes and behaviors. The research conducted by Aldrin & Yunanto (2019) , found that even though employees might feel positively about the organizational culture, it does not automatically encourage them to conduct organizational citizenship behaviour. According to Balay & Otek, (2010) , organizational culture is also conceptualized as a set of ideologies, philosophies, values, behaviors, attitudes and shared norms in an organization. In line with Zeyada, (2008), who argues that organizational culture is also characterized by a set of characteristics derived from general cultural characteristics on the one hand, and administrative organizations, other characteristics. Thus organizational culture can be Page126 competitive if they effectively deal with changes in the external environment, maintaining internal consistency (Ubius & Alas, 2009). Furthermore Schein (2010) , emphasizes that culture gives us language, and language provides meaning in our daily lives. So that culture can be regarded as the basis of the social order in which we live and the rules that we obey.
From some existing theoretical concepts about culture, we can see that with a conceptualized culture it can help us to get an explanation of the phenomenon of organizational culture. So that we will not be confused with the various behaviors of irrational people. With this understanding, we can better understand more about a group of people or organizations about the dynamics of organizational culture that can be said to be different or difficult to change.
Organizational Commitment
Organizational commitment issues attract a lot of researchers 'interest in finding out ways to increase employees' intention to commit to their work (Naiemah et al., 2017) . Research conducted by Azizi, et al., (2014) provides results and the fact that high organizational commitment will bring and provide positive results for the organization. Organizational commitment is the willingness of employees to identify the goals and values of the organization where they work and sacrifice for the organization.
In the concept of Durna & Eren (2005) , organizational commitment is an important factor for workers to adopt organizational goals, want to continue working in the organization, participate in management and organizational activities, and have creative and innovative attitudes to the organization. According to Ozdem (2012) , the issue of organizational commitment needs to be observed and prioritized to keep successful workers continuing to provide maximum results for the organization. In line with what was conveyed by Saraswati & Sulistiyo (2017) , where organizational commitment is the belief and desire of all employees to continue to grow with the organization and maintain every employee in the organization. Organizational commitment how employees align their role in the organization in which they are in it (Robbins & Judge, 2007) .
Organizational commitment is the bond of experience of employees with their organizations. In general, employees who are committed to their organization generally feel a good relationship with their organization, feel right with them, and feel they understand the goals of the organization. These type of employees are more determined in their work, which becomes their added value. They tend to show relatively higher productivity and are more proactive in offering their support.
Organizational Citizenship Behavior (OCB)
Organizational citizenship behavior (OCB) is defined as behavior that exceeds the formal role determined and is not mentioned in the job description. They are optional behavior, they are not considered in appreciation or judgment. Organizational citizenship behavior towards organizations (OCB) is all behavior that is targeted to benefit the organization as a whole or certain departments such as volunteering to attend events that benefit the company, avoid complaining at work and preserve available resources (Aly et al., 2016) . According to Ghashghaeinia & Hafezi (2015) , the main research conducted in the field of organizational citizenship behavior is more to identify the responsibilities or behaviors that employees have in the organization, but are often overlooked. In line with what was conveyed by Organ, Podsakoff, & MacKenzie (2005) , the behavior of organizational citizenship (OCB) contributes to innovation, resource transformation, and adaptability in environments that require complex, team-oriented work, which ultimately increases efficiency and the effectiveness of the entire organization. OCB expresses the organization at its goals and values. This gives the organization's strength, motivation and resources and promotes the interests of the organization. OCB is an activity that is considered as a useful activity for the organization (Eisenberg, Davidova, & Kokina, 2018) . It was reaffirmed by Jackson (2009), who described OCB as beneficial behavior for employees, which was not determined but occurred freely to help other people achieve existing tasks and organizational goals.
Thus OCB is a concept that defines certain components of behavior, which stimulate communication between people within the organization and help improve and maximize organizational goals. So that this can be Business and Social Science, Vol 8 No 4, 2019 ISSN: 2147-4486 Peer-reviewed Academic Journal published by SSBFNET with respect to copyright holders.
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simplified into individual voluntary behavior that is not formally recognized in its work responsibilities, but makes a significant contribution to the organization effectively.
Organizational Culture and Organizational Citizenship Behavior (OCB)
Organizational citizenship behavior is one variable that has been the focus of researchers in recent decades and in various studies the relationship between these variables and various occupations and organizations has been examined (Ebrahimpour, Zahed, Khaleghkhah, & Sepehri, 2011) . According to Badawy, Trujillo, & Magdy (2017) , organizational culture influences several organizational variables in which these variables include organizational citizenship behavior. Research conducted by Pashib, et al (2015) on staff at the university, stated that there was a weak relationship between organizational culture and organizational citizenship behavior in the population studied. Several other studies have shown a significant relationship between the organizational culture and organizational citizenship behavior ( 
Organizational Commitment and Organizational Citizenship Behavior (OCB)
Narteh (2012) also specifically defines employee commitment as a feeling of employee attachment to their organization, including their willingness to internalize organizational values and adhere to the rules and regulations in them. Organizational citizenship behavior (OCB) can occur at the individual level and show positive behavior beyond expectations such as helping colleagues even if it is not needed, voluntarily doing additional work, respecting organizational rules and regulations and having tolerance for work-related irregularities and disturbances (Robbins, 2013) . Saraswati & Sulistiyo (2017) , in her research showed significant results on organizational commitment to organizational citizenship behavior.
H3:
There is an influence of the Organizational Commitment on Organizational Citizenship Behavior.
Research and Methodology
This study uses a quantitative approach to test 3 hypotheses, the data collection tool uses a psychological scale, research respondents are car manufacturing employees (Jakarta). The data analysis technique in this study uses path analysis. To get the value of direct and indirect influence used regression analysis with intervening variables. Respondents in this study were 169 employees. In a simple mediation model, the effect of total X on Y is the sum of the direct effect of X on Y and the indirect effect of X on Y to M. Where this measurement uses the macro process for mediation developed by Hayes (2018) .
Result and Discussion
Figure 1: Simple Mediation Model 
The results above in Figure 1 . provide standardized beta Organizational Cuture values in the equation (a) of 0.963 and significant (<.005). In the regression equation (c ') the standardized Cut Organizational Cuture value is 0.162 and significant (<.005). The next Organizational Commitment was 0.819 and was significant (<.005).
The results of path analysis (see Figure 1 .) show that Organizational Cuture can directly influence Organizational Citizenship Behavior and indirectly influence Organizational Cuture to Organizational Commitment (as an intervening variable) then to Organizational Citizenship Behavior. The amount of direct influence is 0.162 while the magnitude of the indirect influence by diverting the indirect coefficient is 0.819. Because the indirect correlation coefficient is greater than the direct relationship coefficient, it can be said that the actual relationship is indirect which can be seen in Figure. 1. b Arumi et al. / International Journal of Research in Business and Social Science, Vol 8 No 4, 2019 ISSN: 2147-4486 Peer-reviewed Academic Journal published by SSBFNET with respect to copyright holders. To see whether there is a mediating effect or not, we can look at the output in the indirect effect of X on Y.
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In figure 2 , there is an indirect coefficient of 0.819. The confidence interval (Confidence Interval / CI) of the bootstrap results is written BootLLCI (lower level for CI) = 0.642 and BootULCI (upper level for CI) = 1.003. Basically we ask whether it is possible (with 95% confidence) that the real indirect effect is zero (which means there is no mediation). If the BootLLCI and BootULCI ranges do not include zero values (0), it can be concluded that the estimation is significant and there is a mediating effect.
From the results of the analysis above, the value of the bootstrap nonstandard effect is 0.819, and the 95% confidence interval (CI) ranges from 0.642 to 1.003. Because zeros are not included in the 95% confidence interval, it can be concluded that there is a significant OC indirect effect on OCB through the Commitment. The limitations of this research on small or limited sampling, so the results have not been able to generalize to a greater number. It is hoped that further research will use larger samples.
Discussion
From the results of the study, it was found that the mediating effect played a very good role. To make the OCBs need to form a good culture and be adapted to the local culture, so that it will bring out a commitment to each employee in the organization. By completing all the elements in organizational culture will form a good organization and can maximize organizational goals. If this happens, then the commitment will appear to every employee that exists. When this commitment arises thus the employees will naturally OCB. The research conducted by Aldrin & Yunanto (2019) , found that even though employees might feel positively about the organizational culture, it does not automatically encourage them to conduct organizational citizenship behavior
This result also shows that organizational culture can influence directly to OCB, but not maximally. Every organization wants each employee to OCB on his organization. A good culture will bring out and increase commitment to each of its employees. Maximum improvement can be seen when the commitment mediates organizational culture and OCB. Employees in the organization will have strong OCB when they have a good commitment, so they realize and do the best for their organization.
Conclusions
The contribution of organizational culture to the organization which includes the uniqueness of values, behavior, and psychology is needed by the organization. It also includes trust, experience, ways of thinking, and organizational expectations. Improving employee behavior into organizational citizenship behavior is needed by every organization. To bring OCB to employees, a well-formed commitment is needed.Establishing employee commitment to the organization is not easy or difficult. Organizations need to pay attention and reevaluate the current organizational culture. Does the culture meet the needs of the organization or not. Organizations need to reevaluate their organizational culture, so they can pay attention 
